Ways of recognising, developing and securing the loyalty of managers with high potential who are viewed as the top managers of the future are becoming more and more professionalised. We will start by suggesting five major current issues: the globalised jobs market; the move from potential to skills development; systems which aim for the greatest objectivity of both criteria and method; transparency of information; and diversity in top management teams, which still does not cater for the proper integration of women. We will end by drawing attention to the limitations of current practice and by suggesting innovative approaches to staff support.
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An issue fundamental to the permanence and performance of the company
Spotting potential and choosing and preparing managers 1 have always seemed fundamental to chief executives for the success and permanence of the company. The function of nominating key players has been one of their special preserves: they considered that there was nobody better than they were at being able to spot a young person's potential, at appreciating the technical and moral qualities of a close associate and at judging a man's worth. This function has gradually become professionalised and in the space of 15 years we have seen managers of managers appearing in most large companies. At the same time, methods for detecting and developing future top managers have become more structured and the business universities have been making provision for specific training courses for the managers and the future managers which those of high potential will become.
We shall not go back over all the measures used, which nowadays are well known; rather, we shall present the major changes which we have been able to discern through our observations and conferences. We are left with five main points, which correspond to the latest changes that companies are expected to take into account in their managerial development policies, and we shall draw attention to the weaknesses in these measures before suggesting innovative approaches to the development of potential.
A globalised market for top managers and people of high potential
The economic, cultural and institutional characteristics that used to shape and distinguish one job market from the next 2 and were based upon different educational, legislative and social systems are rapidly converging as far as people of high potential and top managers are concerned: all of them have experience at an international level, work in English and draw their information from the Internet. Their studies were based upon the same knowledge, the same authors and the same case studies and followed assessment criteria set by a few large transnational bodies (Equis, AACSB). The educational system of these elite groups, like their cultural referents, are breaking free from national characteristics and company 'stars' are in close touch with these potential competitors. The faculties they attended, their degrees, the companies where they began their careers and the head-hunters who are looking out for them are limited in number, watch each other closely and are very fond of international ratings, which contribute to the homogenisation of the criteria for selection and for the definition of highpotential and top managers.
The measures adopted can be seen at work in the majority of large companies, and the need to refocus upon key skills has led to an increasingly fine segmentation in the practice of HRM, tailored to the individuals who have these skills. People with high potential, who often have the status of future top managers, are perceived as key players in the development of their companies and are the object of special attention when it comes to identifying them and, even more so, when securing their loyalty. Their training, remuneration and specific techniques for managing and assessing them are all proof of this special attention.
Thus, we are witnessing the creation of a globalised and norm-referenced jobs market for people of high potential and top managers, hand in hand with the development of international management teams, in which the competition between companies to attract the best people and between the candidates to be recognised as belonging to this pampered and prestigious group is becoming ever more intense. The arrival on the scene of new graduates from China, India and Eastern European countries, keen to work in any country, is contributing to this competition in traditional companies as well as within their own businesses.
From potential to skills
We now read regularly in the press about a war for talent. The work
